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This Study Is Comprehensive

 Covers 32 Village employees
 Base payroll > $1.5 million
 Average annual salary approx. 

$50,000
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What is TRMS©?

 Carlson Dettmann method in 10 steps

 Measures all of the major components 
of total compensation

 So an organization can operate

 Consistent with its strategic 
objectives
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Ten Steps of TRMS©

1. Define total awards policies 
aligned with strategic objectives

2. Measure employee engagement 
and satisfaction

3. Inventory current rewards and 
identify gaps

4. Document all jobs accurately

5. Measure and validate internal 
equity
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Ten Steps of TRMS© …

6. Measure external competitiveness

7. Manage benefits from a total 
rewards perspectie

8. Develop an appropriate pay plan

9. Emphasize employee development

10. Communicate all compensation 
policies effectively
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Weston’s Strategic Plan HR Objectives
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In 2015, employee cash compensation
= 53% of operating expenses



Strategic Implication for HR

 Employee total compensation cost 
increases must be controlled very 
tightly

 Emphasizing performance in any 
pay awards

 With significant attention to 
internal equity (i.e., protective 
service vs. everyone else)
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New Pay Plan Adopted in 2015

 In general, balanced internal 
consistency with market 
competitiveness

 Consistent pay plan for all covered 
staff 
• Excluded protective service, which is 

52% of Village’s total cash comp

 Supports and emphasizes 
performance management
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Internal Consistency - Job Evaluation

 Evaluations based on documentation
 Five factors

• Education & required experience
• Decision-making
• Thinking challenges
• Communications
• Working conditions

 Objective analysis and application
• Internal review and adjustments

 Appeals after adoption
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Village Adopted a Combination Plan

 Spread of 137%
• Minimum = 87.5% of C/P
• Maximum = 120% of C/P

 Steps over 5 years to Control Point
• Step = 2.5% of C/P

 Use merit between Control Point 
and Maximum
• Like with Open range plan

 When increase structure, increase 
steps
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Implementation

 Employees below minimum brought 
to minimum
• Can be phased in if necessary due to 

costs
• For example, not to exceed $5,000 per 

year until fully implemented

 Employees within range
• To step if below Control Point
• To Merit Range if C/P to Max

 Employees at or > Max, frozen
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Current Status

 Overall compa-ratio = 109.1%

• 6 employees are < Control Point and 
moving through steps

• 18 employees are in the PFP zone

• 9 are “red-circled”

 Average annual salary = $54,300
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Current Employee Development Initiatives 

 Assisting managers to improve 
evaluation
• Tools

• Process

 Gallup Strengths Management tools 
to develop skills

 Measuring engagement using 
Gallup Q12
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EXAMPLE:  NOT WESTON

Observations

 Village is doing all the right things
• You have a strategic plan

• General government HR management is 
following the plan

 Keys to success will be
• Continuing to improve management skills

• Making hard choices based on priorities

 Managing service expectations to control 
expenses

 Increasing revenue
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